In this paper, we study how entrepreneurial and strategic processes develop in a public-sector organisation through a theoretical lens of Strategic Entrepreneurship (SE). Previous literature on SE practices identified a number of organisational aspects-such as organisational culture, structure, and entrepreneurial leadership-that are important to manage in order to benefit from new opportunities and strategic actions. So far, there is little knowledge about SE practices in the public sector and their possible consequences. There are also few qualitative studies in the field of SE, though arguments have been made for it. Our study is based on a longitudinal and qualitative process approach focusing on the work of the Swedish Public Employment Service's (SPES) efforts to realise its new strategy through entrepreneurial and strategic processes. The results showed that there are several organisational tensions in relation to the processes of entrepreneurship. We have empirically contributed to previous literature by studying the SE practices of simultaneously balancing the processes of entrepreneurship and strategy. We have also contributed to a more nuanced discussion of the complexity of implementing SE practices and their relationship to organisational culture, structure and entrepreneurial leadership.
Introduction
Since the introduction of the concept of strategic entrepreneurship at the turn of the century, scholars have argued that it is important to understand strategic entrepreneurship (SE) practices, i.e., how organisations simultaneously balance entrepreneurial and strategic processes. Hence, it has been argued that SE practices have a direct effect on organisational performance (Ireland et al. 2003; Webb 2007, 2009; Kuratko and Audretsch 2009) . In line with this, scholars argue that SE practices are important for both the private (Ireland and Webb 2007; Kyrgidou and Hughes 2010; Luke et al. 2011 ) and public sectors Klein et al. 2013) .
SE builds on previous research in entrepreneurship and strategic management, and is described as an interface between two key areas of research that offer new insights into public sector management (Kearney and Meynhardt 2016) . If public organisations are to anticipate new problems and challenges, respond to them effectively and, at least to some degree, chart their own path towards the future, they need to think and act strategically and develop their ability to manage and control such outcomes (Poister 2010) . Moreover, in this context, entrepreneurship can be of significant importance to public sector organisations as a means to enhance performance and add new aspects of value (Albury 2005; Moore 2005 ). Thus, public organisations are increasingly confronted with needs to innovate and to create different aspects of wealth, while still producing public value by delivering new or improved products and services (Boyne and Walker 2010; Lane 2008; Osborne 2010) , and to become more effective (Albury 2005; Moore 2005 ).
Nevertheless, although entrepreneurship and strategic management over the last three decades are said to be of importance in the public sector (Kearney and Meynhardt 2016) , there are few studies available that show how public organisations simultaneously balance strategic and entrepreneurial processes (Klein et al. 2013) . Notable exceptions are Luke and Verreynne (2006) , Klein et al. (2013) and Höglund et al. (2018) , who clearly position their work within SE and explore the practices and possible challenges when introducing SE in the public sector. Most studies of the public sector tend to focus on either strategic management or entrepreneurship, not both, and how entrepreneurial and strategic processes are balanced. Consequently, there is little knowledge about SE practices in the public sector and its possible consequences (Klein et al. 2013; Höglund et al. 2018; Wright and Hitt 2017) . SE as a research field also needs to incorporate alternative ways of understanding, i.e., instead of the traditional approach based on economic and positivist assumptions (Schindehutte and Morris 2009 ). In line with this, there are calls for more diversified views embracing, rather than excluding, different perspectives on SE (Kuratko and Audretsch 2009; Schindehutte and Morris 2009; Foss and Lyngsie 2012) . However, until now few have responded to the calls, resulting in few qualitative studies.
It could be argued that key qualitative features of SE (e.g., newness, change, and renewal) are not subsidiary to quantities underlying financial performance (e.g., profit, revenues) or growth (e.g., new products). Rather, if qualitative features of SE are attained, the likelihood of a substantial payoff increases, even though this might not immediately be apparent (Schindehutte and Morris 2009 ). Therefore, there is a need to also focus on qualitative features of SE (Höglund 2015; Schindehutte and Morris 2009 ) insofar as such, an approach can provide a better understanding of the phenomenon of entrepreneurship in established organisations (Kuratko 2007) .
To meet the call for more qualitative research within SE, we studied the Swedish Public Employment Services (SPES), a central agency in Sweden that in 2014 initiated a major reformation to improve daily operations, customer expectations and the transparency of the agency's activities both internally and externally. Its overall strategic intention is stated in a new strategy, 'The Renewal Journey' (SPES 2015) . An overarching goal of the strategy is to become a modern agency characterised by an entrepreneurial spirit that offers and delivers relevant service to its customers. The new strategy marks an attempt to turn away from what has been described as non-transparent, detailed, authoritarian and top-management-oriented governance. Now, the agency is facing new challenges, since its established administrative structures, routines and procedures, and not least cultural aspects have to be adjusted to the new features of the strategy, including an entrepreneurial spirit .
The purpose of our study is to enhance our understanding of how strategic and entrepreneurial processes develop in a public sector organisation, as well as their possible challenges. To achieve this, we turned to the SE literature and developed the following research question: How are entrepreneurial and strategic processes balanced in a public sector organisation? In this way, we contribute to the strategic management literature on the public sector in general, and more specifically to the literature on SE.
The structure of the paper is six-fold. First, we discuss SE and its practices. Second, we describe a theoretical framework of organisational organisation, structure and entrepreneurial leadership in relation to SE practices. Third, we explain the method used in this paper. Fourth, we demonstrate and analyse the empirical context. Fifth, we discuss the results from the empirical analysis. Finally, we draw our conclusions and outline avenues for future research.
Strategic Entrepreneurship
Strategic Entrepreneurship (SE) can be viewed as a form of organisational entrepreneurship, taking place within existing organisations, that draws on the enterprising discourse and the ideas of the managerial entrepreneur (Höglund 2015) . Thus, SE is strongly influenced by management through theories about entrepreneurship in established businesses, e.g., corporate entrepreneurship (Hjorth 2004) . The umbrella term of corporate entrepreneurship is often comprised of two categories of phenomena: corporate venturing and SE. Kuratko and Covin (2015) argue that corporate venturing includes entrepreneurial processes in which new businesses are created, added to, or invested in by an established organisation, while SE focuses on a broader array of entrepreneurial processes that do not necessarily involve new businesses being added to the organisation. In line with this, Ireland and Webb (2009) state that SE is an important path through which corporate entrepreneurship manifests itself. Hjorth (2004) stresses that the attractiveness of this kind of managerial form of entrepreneurship lies in combining economics and behaviourism in the name of an enterprise, promising speed, flexibility and innovation. These are all aspects that are incorporated in the SE literature and are used as reoccurring arguments for engaging in SE practices (Ireland and Webb 2007; Kuratko and Audretsch 2009; Luke et al. 2011) . It is a practice that several scholars have pointed out as a key differentiator regarding companies' abilities to compete in markets characterised by uncertainties and rapid changes (Ireland and Webb 2007; Kyrgidou and Hughes 2010; Luke et al. 2011) .
Moreover, SE can be seen as a practice that attempts to use entrepreneurship as a tool for management control by stimulating the employees to become self-leaders, i.e., individuals who are changeable, flexible, spontaneous, creative and passionate, while at the same time remaining in control . Thus, SE is a practice that on the one hand attempts to use entrepreneurship as a tool for control by stimulating the individuals to follow their hearts and improvise, to be changeable, flexible, spontaneous, creative and passionate, i.e., to become an enterprising self; and on the other hand, use entrepreneurship as a way to vitalise and renew organisations (Hjorth et al. 2003) . The aspects of management control are closely related to strategic activities of long-term planning, the preparation of decision-making, formal leadership, avoidance of risks and minimisation of mistakes (cf. Ireland and Webb 2007; Hjorth et al. 2003) . The SE practices of letting entrepreneurial processes take place to bring about change and renewal, while at the same time managing administrative values of strategic management and control, is thus the primary focus. It is also this simultaneous balance of strategic and entrepreneurial processes, i.e., SE practices, that are described as challenging and need to be further addressed in the literature. SE practices as a concept emerged at the turn of the 21st century as several researchers began noticing that organisations were trying to pursue strategic management processes while at the same time trying to embrace entrepreneurial processes. The ability to simultaneously balance strategic processes with entrepreneurial processes is what has been referred to as SE practices (Foss and Lyngsie 2012) . Within this stream of literature, strategic processes are often described in terms of advantage-seeking or exploitation, while entrepreneurial processes are described in terms of opportunity-seeking or exploitation (Foss and Lyngsie 2012; Ireland et al. 2003; Webb 2007, 2009; Kuratko and Audretsch 2009) . Working with SE practices is considered challenging (Ireland and Webb 2007) , as they are two quite different processes. Strategic processes focus on an organisation's long-term development-deciding on the scope of operations, management and control of resources, and intended sources of competitive advantages (Ireland and Webb 2007) . It is characterised by high levels of standardisation and fixed processes that reduce risk and enhance stability and economic efficiency (Ireland and Webb 2009) . In contrast, entrepreneurial processes are all about finding new opportunities in the creation of change and newness within organisations, such as establishing new organisational units or organisations, or renewing existing ones (Kuratko and Audretsch 2009) . Entrepreneurial processes focus on flexible structures, experimentation, innovation, and high risks of failure (Ireland and Webb 2009) .
Theoretical Framework
To meet the challenges of balancing strategic and entrepreneurial processes, previous research has shown that special consideration needs to be given to the relationships between structure, culture, and leadership. For example, Ireland and Webb (2007) were the first ones to explicitly talk about SE as a practice to balance strategic and entrepreneurial processes. They emphasised the importance of understanding SE practices in relation to operational, structural and cultural characteristics enabling efficient and effective SE. While organisational culture and structures are relevant to understand in regard to the boundaries of SE (Ireland and Webb 2009 ) in a public organisational context, the operational is of less interest as it focuses on mergers and acquisitions (cf. Ireland and Webb 2007) . Rather, we would suggest, in line with Höglund et al. (2018) , that we need to address the characteristics of entrepreneurial leadership in relation to SE practices. Also, Kuratko and Audretsch (2009) address the need to understand the boundaries of SE in relation to entrepreneurial leadership, as well as organisational culture and structure, as the structural and cultural mechanisms required to support entrepreneurship are different from the administrative structures, rules and procedures needed to support strategy, which can bring about several challenges (Ireland and Webb 2009 ). This will be elaborated on in more detail below.
Organisational Culture
There are many different definitions of culture with associated research fields where issues related to organisational culture are discussed. We will not delve further into these theories, as we will focus on how research within SE views organisational culture. Within SE, researchers point out (see, for example, Ireland et al. 2003; Ireland and Webb 2007) that an organisational culture can be defined as a set of shared values (what is important) and beliefs (how things work) in the organisation that supports the organisation's structural features and the organisational members' actions to produce norms (how the work is carried out in the organisation).
When it comes to an entrepreneurial culture, it develops in an organisation whose leaders use entrepreneurial thinking, i.e., a growth-oriented perspective that advocates flexibility, creativity and continuous innovation in organisations (cf. Ireland et al. 2003 Ireland and Webb 2007; Morris et al. 2008) . When it comes to culture, Ireland et al. (2003) argue, that an effective entrepreneurial culture is based on the commitment that is linked to creating new opportunities. This requires the organisation to stimulate and encourage behaviours that bring new ideas, creativity, learning and risk taking (Ireland and Webb 2009 ). However, failures must also be accepted. In this way, product and process development, as well as administrative innovations can be encouraged and continuous change is seen as a catalyst for new opportunities (Kuratko and Audretsch 2009) .
Organisational Structure
Previous research on SE practices (see e.g., Webb 2007, 2009) indicates the importance of the organisational culture being supported by structures. Researchers on SE often refer to structure not only as the formal organisational structure but also standardised procedures and formalised processes (see e.g., Ireland et al. 2003; Ireland and Webb 2007; Morris et al. 2008) . For example, Ireland and Webb (2007) emphasise that structure includes the degree of autonomy that managers and employees have (degree of decentralisation), how routinised the behaviours are (degree of standardisation) and how much written instruction there is regarding how the work should be accomplished (degree of formalisation). Decentralisation and a high degree of autonomy support entrepreneurial processes, while a centralised organisational structure with a high degree of standardisation and formalised ways of doing the work supports strategic processes . From an SE perspective this becomes complex as you need to support both strategic and entrepreneurial processes.
In terms of structure and SE practices, Morris et al. (2008) state that, an organisational structure based on decentralisation of mandates, semi-standardised procedures and semi-formalised processes are needed. Entrepreneurial processes are supported by autonomy and facilitated with decentralised structures, while semi-standardised and semi-formalised routines and guidelines also will support management control and goal fulfilment (Ireland and Webb 2009 ). On the one hand, too much formalisation tends to stifle creativity among employees, but on the other hand some degree of formalisation of the decision rules used for guiding entrepreneurship is desirable, as it allows for the creation of knowledge-search routines that may potentially reduce the amount of financial and human capital inappropriately used or wasted (Ireland and Webb 2007) . Put these aspects together and it becomes clear that this is a complicated balance, with the view of public organisations often being formalised, administrative and bureaucratic (cf. Osborne 2006).
Entrepreneurial Leadership
Similar to organisational culture, there are lots of different theories and views on organisational leadership. As before, we will not delve into these theories, but will turn directly to the SE literature to further understand the scholars' take on leadership. Previously, research on SE practices tended to discuss entrepreneurial leadership, with the reasoning that most previous research tends to address leadership from a strategic management perspective. Entrepreneurial leadership brings together aspects of strategy, leadership, and entrepreneurship, and terms like 'visionary' and 'strategic' become important to study (Kuratko and Audretsch 2009) . Being visionary falls into the realm of entrepreneurship, while strategic falls into strategic management. In other words, entrepreneurial leadership includes the ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create a viable future for the organisation (see e.g., Kuratko 2007; Ireland et al. 2003; Webb 2007, 2009; Kuratko and Audretsch 2009) .
One problem, highlighted by Ireland and Webb (2007) , is that employees and stakeholders prefer leaders who choose a consistent path, while entrepreneurship is based on change and innovation. Morris et al. (2008) address a similar problem as they emphasise that behaviours that stimulate new opportunities can be seen as unattractive to multiple stakeholders as they are experimental by nature and, therefore, include a great deal of uncertainty as to whether there will be any positive outcome. From a leadership perspective, such processes are very difficult to control. In order to create and adopt new opportunities, employees need to change and have the ability to adapt, and must cease using previous routines that they are likely to be more comfortable with (Ireland et al. 2003) . This creates a situation where organisations prefer behaviours linked to strategic benefits and the use of existing procedures and routines.
Method
The study is based on a longitudinal and qualitative process approach focusing on the work of the Swedish Public Employment Service's (SPES) efforts to realise its new strategy through entrepreneurial processes. The new strategy and its associated change programme is labelled, 'The Renewal Journey'. The renewal journey at SPES is planned to take place between 2014 and 2021. So far, we have examined the period between 2014 and 2018, treating it as a case study. The case study approach is particularly suitable in a context of longitudinal research that tries to unravel the underlying dynamics of phenomena that play out over time (Siggelkow 2007) .
The authors of this paper have been invited by the top management at SPES to follow and document the agencies' work in the renewal journey. One hundred interviews have so far been held between the autumn of 2015 and 2018. Interviewees include the agency's director general, top and middle management, first-line managers, officers, consultants and representatives from the ministry of employment and the board of directors. Table 1 presents a summary of the interviews. The interviews lasted between 30 and 120 min, with an average of 90 min, and were transcribed verbatim. To gain an understanding of values in an organisation, methods are required that allow research participants to talk about their experiences and what these experiences mean to them ). In 2017 we dedicated a significant amount of time to observing and participating in internal meetings, e.g., top management teams' weekly meetings, seminars and training programmes. Detailed field notes were made at all the observations, and where possible we made recordings and verbatim transcriptions. To increase our understanding of contextual factors, we also collected and studied such documents as strategic plans, annual reports, press articles and government reports. The coding process can be described as the precursor to the analysis. While the coding is quite different from doing the analysis itself, as the goal is not to find results but to find a way to manage a large amount of text, it is quite common to work with different categories Phillips and Hardy 2002) . The categories used during the coding process are based on the theoretical framework of SE and the categories of organisational culture, organisational structure, and entrepreneurial leadership. In the first step, every instance of the transcribed text and field notes that could be categorised into one of the three categories were copied into a document. At this stage, it was important to be as inclusive as possible. In the second step we started to construct a narrative in relation to the three categories by iteratively analysing the empirical material, using the SE literature as a means to understand it.
Case Study: The Swedish Public Employment Service
The Swedish Public Employment Service (SPES) is a national public agency in Sweden with 320 local employment offices across the country and is led by a director general. It has approximately 14,500 employees. The Swedish parliament and the government provide its mission, long-term objectives and tasks. The overall goal is to facilitate matching between jobseekers and employers, with special priority given to jobseekers who, for a variety of reasons, have particular difficulties in finding employment. SPES is responsible for ensuring that unemployment insurance schemes are effectively used as transition insurances between jobs. Moreover, it is responsible for coordinating efforts to integrate newly arriving immigrants into the labour market. Finally, the agency's tasks also include vocational rehabilitation, in collaboration with other agencies, to help individuals with limited work capacity due to disability or illness to be reintegrated into the labour market.
SPES has been heavily criticised during the past few decades, a fact that has increased pressure to change. Externally they have been criticised by the media and the government for their inadequate management and control, and for the lack of trust among both citizens and customers (SAPM 2015) . Former management and control are described to have been authoritative, detail-driven, top-down, and non-transparent (SPES 2015) . Consequently, politicians have demanded a change (Appropriation Letter 2013 . In the next part of the paper we address issues of culture, structure and leadership at SPES from an SE perspective.
Organisational Culture
It has been documented both internally (SPES 2014 (SPES , 2015 and externally (cf. SAPM 2016) that the culture within the agency was not well functioning. In short, the previous culture was described in terms of a management and control structure based on micromanagement, non-transparent, authoritarian, top management-oriented management style that resulted in a punitive work culture. As a result, when a new director general was appointed in 2014, its first mission was to set a new strategy that could steer the agency towards a new culture based on entrepreneurial processes of proactivity, creativity and flexibility. After several months of intense work, a new strategy, 'The Renewal Journey', was set by the top management team and it was approved by the board.
During the first phase of the renewal journey a lot of work was devoted to cultural aspects. The goal was to change the culture to become more entrepreneurial. One way of doing this is through the implementation of new core values, which will guide the employees in how they relate to each other and to the outside world. Employees at SPES are to be guided by the three following values: professional, inspirational and trustworthy.
The empirical material shows that there were high expectations at all management levels that the renewal journey would solve previous shortcomings related to the previous culture of management and control. By introducing the new strategy, the agency is supposed to succeed in becoming a modern central agency that encourages self-leadership, develop better qualified managers, makes employees more proactive and engaged, decreases regulatory structures and thus enhances room for employee action, customer-specific and digitalised services. However, as the pressure for results and tangible output solidified, the management felt there were challenges to fully embracing the entrepreneurial culture.
For example, external factors such as the Ministry of Employment and the board expect SPES to embrace the entrepreneurial aspects of the new strategy, but at the same time deliver tangible results. For instance, the Ministry of Employment expects the agency to be more proactive, flexible and take more matters into their own hands, as SPES has been given an enhanced scope for action as stated in the appropriation letter from the government. In the same vein, the Minister for Employment states in several of her speeches to managers and employees at SPES that the agency should be entrepreneurial by 'pushing the limits' and that the agency should 'dare to renew'.
However, neither representatives from the Ministry nor the board are pleased with the agency and its management team regarding their ability to deliver tangible output and detailed strategies for its operation. For example, representatives from the board state that SPES must show a better administrative culture of 'order and clarity' and more detailed and informative reports regarding output. A manager at the ministry of employment said:
I think a cultural change in a central agency cannot be a goal in itself, it must be linked to output improvement. [ . . . ] The metaphor of the renewal journey is tricky in a way. I think there are grounds for renewal and change of culture, but a journey? A development of an authority and its work cannot have a clear end. It must be continuing and you cannot wait until the end of the journey for the output. [ . . . ] The output must be delivered at the same time [as working with the renewal journey]. I have a problem in separating the culture from output as they go together.
One aspect that several mangers, at all levels, expressed is their concern that the time for working with the cultural aspects of the renewal journey has decreased at the expense of reporting output. For example, one of the first-line managers expressed a concern that the quest for output will steer the agency in the wrong direction and that SPES need to redefine what output is in relation to the new strategy: I think that the cultural change means that you need to require output in a different way than you have done before. But you do not! It is the same as before we began to speak about the cultural change. This is not in line with the renewal journey.
One part of the entrepreneurial culture is to give managers and officers at regional and local levels an enhanced scope for action to decide what needs to be done and how, based on overall objectives, regulations and local conditions. This means, among other things, that operational planning now has a more central role. One dilemma though, expressed by several of the first-line managers, is that the middle managers tend to stop any proactive and creative suggestion or action that will 'push the limit', i.e., in total opposition to the new strategy. Most of the middle managers state that they are positive towards the new entrepreneurial culture that includes an enhanced scope for action for the first-line managers and themselves. Despite this, when it comes to applying the strategy in practice there is still a (strong) tendency to go back to previous habits and behaviours of management and control through e.g., micromanagement. One of the top managers expressed a concern that several of the managers, at all levels, are still concerned and afraid that if they do something wrong, they will be punished. Similarly, one of the middle managers expressed that:
As a manager, it is important to show that making a mistake is not the end of the world. Instead, one can learn from it and move on and become confident and strengthened by it. If there is too much micromanagement, you will stop using your brain.
The same conclusion is made by representatives from the Ministry of Employment, i.e., that managers and employees for the last decade have been driven by a fear of making mistakes. One of the interviewed representatives explained that this is due to the 'old' culture, however; the interviewee argued that there is sufficient competence among the employees at SPES and they do know where the limits are and what can be done within the boundaries and hence, there is room for some experimenting of new ideas and doing of tasks.
Organisational Structure
To support the cultural aspects of the renewal journey, the top management team has developed and implemented a number of structural changes. During 2014 and 2015 the focus of the renewal journey was mainly on changing the behaviours of the employees towards a more entrepreneurial culture. The structural changes during this time were mainly related to changes within the top management team, e.g., from a reduction of the number of the members within the top management team, to the introduction of two new hierarchal levels, to a reconstruction of the market areas into three regions and to a cut of the number of local offices. At interviews and observation, it is mostly these structural changes that employees refer to, not the cultural changes.
The agency also mass-recruited new first-line managers, as an attempt to delimit the number of employees they are responsible for at operational level. This structural change in particular has been described as a way to reduce the distance between management and employees. However, most of the interviews show that, on the contrary, the new levels of management teams and the recruitment of more managers rather created 'non-present managers' and, therefore, it did not have the desired effect. One example our informants gave of 'non-present managers' is that first-line and middle managers are present at the office only a couple of days a week, as they are mostly in meetings with other managers or with outside actors in different collaboration projects. A middle manager said:
A manager attends meetings, that's what he does. In order to better support the renewal journey and the quest for a more entrepreneurial culture, the top management team decided in the autumn of 2016 to introduce structural changes to support and to accelerate the cultural changes.
One of the top managers said:
We started the renewal journey as a 'cultural journey', but now I think we are in the process that we need to push the cultural journey forward by introducing structural changes. (Observation field notes)
After several months of work in smaller groups of top managers, new structural changes were launched as 'the organisational rejuvenation' in spring 2017, including a new business logic and a new organisation structure based on three business areas: specialisation, resource allocation, and structures, aiming support digitalisation and seamless customer flows, etc. The suggested organisational changes are described as radical and referred to the fact that the SPES needed to take a 'quantum leap' from one dimension to another (SPES 2017, p. 6) . Moreover, that the opportunities that come with the 'digital revolution' are what make it possible to make these structural changes.
When the top management presented the structural changes to the Ministry of Employment and the board, they did not get the approval needed to carry out their plans for making the agency more modern and more digitalised to support the entrepreneurial culture. For example, the Ministry of Employment and the board addressed a concern regarding the need for a better risk analysis, as the 'organisational rejuvenation' is quite extensive and includes a lot of risk-taking in terms of being able to deliver output. A board member expressed it in the following way:
We do not believe that SPES can afford to lose delivery capacity at the present time; they do not have that position. It's quite taxing to make an organisational change and it takes quite a lot of strength, with major risks associated with it.
Another concern was raised by both the Ministry of Employment and the board in regard to an impression that the organisational rejuvenation was not very well defined and developed in terms of how the changes are to be implemented. They also raised concerns as they interpreted the suggested changes as being too radical to implement all at once; rather, they suggested that the changes should be implemented more incrementally. In relation to this, some of the members of the top management team felt their scope for action was reduced and they were being micromanaged. In other words, the top management team could not act themselves in line with the entrepreneurial spirit of the renewal journey.
So far, the organisational rejuvenation has focused mainly on the structural changes and the processes of digitalisation as a way to support the renewal journey by creating structures for 'the digital personal meeting', which means going from a previous local autonomy to a national centralised function with only a few national offices. This change is described as fundamental and radical, and therefore, it needs to be incrementally implemented to enhance its possible success (SPES 2017). A top manager argued that:
We will have a national function for the digital personal meeting. We will have a customer perspective. We will develop our channels so the customer can contact us in a much more qualified way than through the personal, physical meeting. [...] An important channel for our customers to come in contact with us in the future will be the personal physical meeting at the employment office and on the web where we have our self-service, and a third channel is the personal digital meeting. They [the customer] will be able to meet us by phone, chat, via digital and get a personal meeting there.
During interviews, some managers raised a concern that the change towards 'the digital personal meeting' might create challenges as the officers usually handle their own cases and the digitalisation of the personal meeting will change this. Interviewees stressed that this change will force the officer to give up the right to 'owning' a customer. Thus, the officers might lose some scope for action as they will no longer be the main source of information and the main channel for the customer to receive support at the agency.
Previously, the officers could, more or less in collaboration with the customer, design necessary actions that were needed for the customer. With the suggested new structure, depending on the channel the customer chose, i.e., self-service, the digital channel, or the local office, the customer will meet different officers. In practice, this means that potentially several officers will help a customer to design and support required actions. This in turn will put a lot of pressure on the information systems, as the same information about the customer has to be available for the operational officers despite what channel the customer decided to use.
Entrepreneurial Leadership
At the yearly event for all managers, 'Manager Days', in 2017 the Minister for Employment stated the following in her speech:
Leadership means so incredibly much now. It is like a balance. One can say the glass is half-full or half-empty. But it is also about hope and despair. Should we dare to take on the difficult challenges? Is it worth rolling up our sleeves, or should we lean back and say that it may not go our way and continue as we always have? [ . . . ] How to get the best out of the staff, of their organisation, is so incredibly important. I trust you. That's how it is.
In documents as well as in interviews, SPES staff state that new insights and past experiences have led SPES to develop a new leadership philosophy that was launched in 2014. The official webpage states that: SPES acts in a world that is becoming increasingly complex and is changing rapidly. Therefore, it is important that each one of us can lead her/himself towards the agency's overall goal. This will make SPES as a whole more successful.
An important part of the new leadership philosophy is the idea of self-leadership. Self-leadership should be a cornerstone of the leadership on all levels of the agency. To fulfil the new philosophy, managers on all levels, as well as all employees, should exhibit five dimensions of leadership in the performance of his or her tasks. The five dimensions are: (1) to be a role model representing the agency's values, (2) to describe the overall purpose of the organisation, (3) to challenge and question established routines, (4) to facilitate extended scope for action, and (5) to encourage and make people visible. Self-leadership means that everybody at SPES should take a responsibility for their actions, whether they are managers or employees. This is based on an idea that each and every individual can link their own inner motivation to an understanding of common organisational values and goals.
The managers and the leadership philosophy are put forward as the most important aspects of continuing the renewal journey and the organisational rejuvenation. A document (SPES 2017, p. 45) explaining the agency's new organisation says:
An implemented leadership philosophy is the basis for successful organisational change if the new organisation is to function optimally. The five dimensions of leadership create both the security and power that will bring SPES into the new business logic. The importance of taking responsibility for the whole and creating internal partnerships is crucial for the balance between autonomous organisational components and the agency's overall strategic management. Therefore, far major efforts have been made to implement the leadership philosophy, e.g., through the training of almost 900 managers. The aim is to change behaviours related to the former, no-longer-desired, leadership culture. The first phase of the leadership training programme was provided by external management consultants through a so-called waterfall method, meaning that the management consultants started to work with top management, moving along to middle management and then to first-line operative managers. This means that the training programme took a top-down perspective where most of the training hours were dedicated to top and middle management. Other employees, such as the local officers who help employment seekers find new jobs, were not offered the formal training programme; instead they were trained by their manager. One of the top managers reflected on this as follows:
An important effort was made to work with leadership, i.e., self-leadership, and we have also worked with our management teams throughout the entire organisation. It is clear that this work continues, albeit with reduced efforts by external consultants. It's our ambition, hope and belief that this work of renewal is going on continuously in the organisation, with the support of our managers, but the goal of the whole renewal journey has not yet been reached. So far there are many different interpretations of the leadership philosophy and the term self-leadership. In the beginning of 2015 and 2016, there were several interpretations among managers and employees, according to our interviews and observations. One such interpretation is that self-leadership might imply that one can do as one pleases and hence can experiment in an entrepreneurial spirit that sometimes goes beyond the boundaries of the vision, goals and strategic directions of SPES. An employment service officer stated the following about self-leadership:
What does it mean? That we lead ourselves? We already do this in our daily work, but is this self-leadership? So far, I have no idea.
In late 2016 and early 2017, the picture seems to have changed and a more common view about what self-leadership is and how it can be used emerged. One explanation for this is that several management and control tools have been linked to the five dimensions of the leadership philosophy, e.g., appraisal talks and the evaluation of performance tools.
Result Discussion
In the literature on SE practices, researchers (see e.g., Ireland et al. 2003; Webb 2007, 2009 ) tend to define an organisational culture as a set of shared values (what is important) and beliefs (how things work) in the organisation that supports the organisation's structural features (e.g., centralisation or decentralisation) and the organisational members' actions to produce norms (how the work is carried out in the organisation). If we put this in relation to SPES and their renewal journey, our results show that all managers and employees agree on the need to leave the past and the previous punitive work culture based on the ideas of micromanagement with extensive performance reporting and monitoring. It has been documented both internally (SPES 2014 (SPES , 2015 and externally (cf. SAPM 2016) that the culture within SPES was not well functioning. One way to make up with the past culture was to abandon the required performance reporting and implement new core values built on the keywords: professional, inspirational and trustworthy. These values are to guide the work of SPES employees and are expected to help the agency transform its culture to embrace more entrepreneurial processes. Top management has also initiated extensive training programmes to change the culture and to implement the new philosophy of self-leadership with the hope of moving the agency towards becoming more entrepreneurial. Processes of entrepreneurship require a high degree of autonomy, and this has created some tension in the organisation. For example, when the board and government started questioning the performance at SPES and the lack of tangible results, this led to the agency once again starting to work with performance measurements, a practice that SPES had tried to eliminate by implementing the Renewal Journey. This change in work practice will have a direct effect on organisational structure as the organisational culture and structure need to be congruent (see e.g., Webb 2007, 2009 ).
Hence, organisational structure is about the degree of autonomy that managers and employees have (degree of decentralisation), how routinised the behaviours are (degree of standardisation) and how much written instruction there was regarding how the work should be accomplished (degree of formalisation) Webb 2007, 2009 ). The previous punitive culture is described as being a result of micromanagement, where a centralised organisational structure emphasised top management, hierarchy, and management control by formalised performance monitoring and reporting. These structures were not aligned with the new organisational culture or the ideas of self-leadership. As a result, it created a lot of tension in the organisation and obstructed many of the entrepreneurial initiatives of being creative, proactive and flexible. As such, entrepreneurial processes need structures of decentralisation and a high degree of autonomy (c.f. Webb 2007, 2009; Kuratko and Audretsch 2009 ). In the later phase of the Renewal Journey, top management realised they had to start working to also change the organisational structures if they wanted to go forward with the implementation of the Renewal Journey. In spring of 2017 a programme called 'the organisational rejuvenation' was launched, including a new business logic, a new organisation structure based on three business areas-specialisation, resource allocation and structures-that aimed to support digitalisation and seamless customer flows. It is too early to say if the new organisational structure will better support an entrepreneurial culture and the strategy of the renewal journey, but the empirical material shows some potential challenges. For example, the officers' scope for action was reduced by the new customer channel of 'the digital personal meeting' and the idea of a national centralised function. The new structure does not seem to address the issue of non-present managers. Since the managers are to serve as cultural-change agents, this could be a significant challenge.
Our results show not only how organisational culture and structure need to support each other in order to succeed with the strategic work and the implementation of the Renewal Journey, they also show the importance of addressing the question of leadership. This paper shows that the entrepreneurial leadership needs support to succeed with strategy work. Entrepreneurial leadership in the SE perspective includes the ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create a viable future for the organisation (Kuratko 2007) . In order to lead and act in this way, there has to be a culture that understands the value of entrepreneurial processes, not only strategic processes; there must also be supportive structures that allow autonomy. Before the renewal journey at SPES, management control was based on micromanagement, where the managers and employees had a low degree of autonomy as they were controlled and monitored by performance measurements. SPES tried to replace that leadership style with the new philosophy of self-leadership, which can be understood as entrepreneurial leadership ). Everybody, managers as well as employees, must be self-leaders and exhibit five dimensions of leadership in the performance of their tasks: (1) to be a role model representing the agency's values, (2) to describe the overall purpose of the organisation, (3) to challenge and question established routines, (4) to facilitate extended space for action, and (5) to encourage and make people visible. These five dimensions of leadership become important not only for changing cultural behaviours, but also in the making of semi-structures that support SE practices (cf. Ireland and Webb 2007) . Moreover, these dimensions of leadership have the potential to link both entrepreneurial and strategic activities. As Ireland et al. (2003) argue, effective entrepreneurial leaders create value for the organisation by being strategically entrepreneurial through leaders who embrace an entrepreneurial mind-set that helps them to develop a culture in which resources are managed and controlled strategically, yet entrepreneurially.
In summary, the SE literature shows that if an organisation wants to implement a strategy that includes the SE practices of simultaneously balanced entrepreneurial and strategic processes, it must understand SE practices in relation to the organisation's culture, structure and entrepreneurial leadership (Ireland et al. 2003; Webb 2007, 2009; Kuratko and Audretsch 2009; Höglund et al. 2018 ). Our case study supports these observations. We could see that SPES struggled to align its organisational culture, structure and entrepreneurial leadership with SE practices. In the beginning of the Renewal Journey at the agency, the strategy was to focus on changing the behaviours of the managers and employees by changing the previous punitive culture built on micromanagement. A lot of effort was put into introducing new core values and a new leadership philosophy of self-leadership. However, a couple of years into the Renewal Journey, the top management realised that the process of changing the culture and people's behaviours was taking too long if they wanted to achieve their goal by 2021. One of the problems they saw was that the organisational structures did not support the new strategy, and as a result they introduced the organisational rejuvenation programme. This is how SPES tried to work towards aligning its organisational culture, structure and entrepreneurial leadership. Thus, our case indicates the importance of organisations not only understanding organisational culture, structure and entrepreneurial leadership in relation to SE practices, but also understanding that each part must be aligned and mutually supportive. This suggests that there is a complex interaction that needs to be addressed to succeed with the implementation of a new strategy that includes SE practices of simultaneously balanced entrepreneurial and strategic processes. One must understand SE practices in relation to the alignment of organisational culture, structure and entrepreneurial leadership to be mutually supportive; see Figure 1 . 
Conclusions
Although entrepreneurship and strategic management are said to be of importance for the public sector, there are hardly any studies that consider studying both processes (Wright and Hitt 2017) . Instead, most studies of the public sector tend to focus on either strategy or entrepreneurship, not both (Höglund 2015) . Even fewer study the practice of simultaneously balancing entrepreneurial and strategic processes in the public sector (Klein et al. 2013) . Consequently, there is little knowledge about SE practices in the public sector and their possible consequences ). There are also few qualitative studies within SE, despite observations that key features of SE, such as newness, change and renewal, are better understood qualitatively than through quantities of financial performance or growth (Schindehutte and Morris 2009) . As argued in the introduction, there is a clear need to focus on the qualitative features regarding the generation of empirical material (Höglund 2015) insofar as such an approach can provide a better understanding of the phenomenon of entrepreneurship in established organisations (Kuratko 2007) and SE (Schindehutte and Morris 2009 ). This paper was an attempt to address this, and we would like to suggest that future research look into this as well, as the need to further understand the qualitative aspects of SE practices is growing, especially in a public-sector context ). There is a need for more empirical studies on how entrepreneurial and strategic processes are balanced in public organisations, as both entrepreneurship and strategy have become such a vital part of reforming public organisations.
By contributing with a longitudinal and qualitative process approach, focusing on the work of the SPES's efforts to realise its new strategy through strategic and entrepreneurial processes, we have not only contributed empirical descriptions, but also enhanced our understanding of the complexity of working with SE practices in public organisations that tend to be quite administrative, bureaucratic and hierarchical; all these aspects create tensions with entrepreneurial processes. Our results show how a public organisation tries to reposition itself and gain the citizens' and society's trust by using entrepreneurship as a strategic management tool for renewal. This renewal effort brings on challenges related to the SE practices of simultaneous balancing processes of entrepreneurship and strategy.
Previous literature Webb 2007, 2009; Kuratko and Audretsch 2009; Höglund et al. 2018) on SE, as well as our results, show that organisations that implement SE practices need to do so in relation to their organisational culture, structure and entrepreneurial leadership. However, our results show that the complexity is much greater than previously explained or accounted for in the 
Previous literature Webb 2007, 2009; Kuratko and Audretsch 2009; Höglund et al. 2018 ) on SE, as well as our results, show that organisations that implement SE practices need to do so in relation to their organisational culture, structure and entrepreneurial leadership. However, our results show that the complexity is much greater than previously explained or accounted for in the SE literature. They suggest that one not only needs to understand organisational culture, structure and entrepreneurial leadership in relation to SE practices, but that they must also be aligned and mutually supportive, see Figure 1 . If we take this complexity a step further, this means that you can't choose to work with either the organisational culture or structure or entrepreneurial leadership individually, or start with one and move along to the next one, as they are all dependent upon one another to succeed with the implementation of SE practices. This issue has not been explicitly addressed in previous literature to our knowledge, but could be of significant importance to managers and employees working in public organisations to implement entrepreneurial and strategic processes.
Lastly, we would like to address a concern regarding the implementation of entrepreneurial processes in the public sector and the possible consequences of an enterprising approach that accompanies SE practices. Using entrepreneurship as a strategic management tool for renewal, and stimulating the managers and employees to become self-leaders, i.e., individuals/leaders who are changeable, flexible, spontaneous, creative and passionate, as a way to revitalise ageing structures and renew the organisation (cf. Hjorth et al. 2003; Höglund et al. 2018) , challenges values of the public sector, such as democracy, accountability, and equal treatment. For example, the ideas of entrepreneurial leadership can be described in terms of neo-liberalistic ideas of the human being as an enterprise, i.e., the enterprising self, which builds on the idea of individuals acquiring and exhibiting more 'market-oriented ', 'proactive', 'empowered' and 'entrepreneurial' attitudes, behaviours and capabilities (du Gay et al. 2005; Höglund 2015) . Hjorth et al. (2003) state that the ideas of enterprising selves and the pressure of being proactive, responsible and initiative-takers have become widespread in society, in everyday life as well as in the public sector. As a result, there has been an enhanced focus on the self-manager, the opportunity seeker, and the innovative risk manager who is a driver of customer focus. This means that, for example, public values of equal treatment are being challenged as the entrepreneurial leadership stimulates proactivity-taking things into your own hands-and being creative in meeting customer demands, all of which results in different work practices towards the customer, ending up with the customers getting different services that in turn will affect their opportunities for equal treatment. We could, in other words, discuss the appropriateness of such 'enterprising' behaviour in a context of the public sector, and a small, but growing, number of researchers are questioning how entrepreneurship can be used in the public sector without hampering basic ideals such as accountability, equal treatment and democratic values (Axelsson et al. 2018; Höglund et al. 2018) . We would like to encourage further research within this vein.
